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EPA’s Plan to Maximize Employee Performance 
 
Development of Plan 
 
The EPA’s plan to maximize employee performance was developed by a workgroup comprised of senior 
agency officials, representatives from the first-line supervisor advisory group (FLAG), an attorney-advisor 
from the Office of General Counsel and human resources professionals. EPA workgroup members met 
with representatives from the Office of Personnel Management, the Office of Management and Budget, 
the Merit Systems Protection Board and other government officials to discuss the plan and determine 
the best path forward for the agency. The development of this plan, along with the related 
implementation actions, are building upon many actions already in place at the EPA to foster a culture 
where managers, supervisors and employees are accountable for their performance.   
 
Current Performance Management Initiatives and Agency Best Practices 
 
EPA is currently meeting several of the requirements prescribed by OMB’s memorandum and has many 
best practices relevant to maximizing employee performance:   

1. The FLAG was created in 2015; the FLAG has assisted and advised the agency on its supervisory 
training curriculum and is currently developing a supervisory toolkit on performance 
management. 

2. In 2017, the agency mandated that all supervisors take 8 hours of training on management 
issues annually. OARM LER staff offer many trainings per year, including quarterly full-day 
training geared towards first-line supervisors, and monthly 2-hour trainings on common issues 
facing supervisors. Each EPA location also offers on-site support and training. All new 
supervisors must attend EPA’s Successful Leaders Program within one-year of appointment.   

o In 2017, five of the monthly supervisory training sessions were on the performance 
management process (setting expectations, documenting performance and taking 
performance-based actions), and five of the monthly trainings were on employee 
misconduct (time and attendance issues, OIG investigations, taking effective disciplinary 
actions and handling medical issues in the workplace).  These trainings meet the 
objectives set forth in the OMB memorandum.   

o This training is voluntary (but can be used to meet the 8-hour requirement); the training 
is routinely attended voluntarily by 10-15% of EPA managers and supervisors, which 
demonstrates the value and success of the training.   

3. Beginning in 2015, several of the agency’s communities that address EPA performance and/or 
misconduct began meeting regularly to discuss process, efficiency, and consistency. These 
meetings have collectively resulted in more predictable, timely and supported processes for 
supervisors.   

o Since May 2015, representatives from OIG, OGC, and OARM have held bi-weekly 
coordination meetings to share information on matters related to employee 
misconduct.   
 GAO recognized the EPA for its model relationship with the OIG, and recently 

met with agency officials to gather info on agency’s best practices for 
addressing misconduct to share government-wide. 

o OGC and OARM LER staff conduct biweekly discussions around pending performance-
based and adverse actions; the groups have jointly planned/held conferences on current 
issues in employee relations, including determining best practices and agency processes.  
The next conference is planned for August 2017.   
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o The agency’s LER community meets every 4 weeks to discuss LER issues of national 
importance, and to discuss best practices and consistent approaches. 

4. The agency’s Administrative Leave Policy (issued February 2016) requires all administrative 
leave requests over 10 cumulative workdays to be approved by the OARM Assistant 
Administrator; requests are only approved when necessary for orderly operations of the agency; 
policy encourages managers to consider alternative options prior to use of administrative leave. 

5. Beginning in June 2017, supervisors can run real-time reports with probationary period end 
dates on their employees.  

 
 
  










